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INTRODUCTION
Attempts to improve performance in schools will never succeed if teachers' job satisfaction is ignored. If employees in an organization are motivated, they will render services to the employer and customers very efficiently and effectively (Mbua, 2003) . This implies that motivated and satisfied teachers are most likely to affect the students learning positively while the opposite of that may have negative impacts on students' performance. Educational leaders and administrators/managers have to pay special attention to the phenomena of motivation and job satisfaction. According to Mwamwenda (in Badenhorst, George and Louw, 2008), a lack of teacher job satisfaction results in frequent teacher absenteeism from school, aggressive behaviour towards colleagues and learners, early exits from the profession, and psychological withdrawal from the work. All of these negative results lead to poor quality teaching. Other studies showed that a lack of job satisfaction is often accompanied by feelings of gloom, despair, anger, resentment and futility (Pinder, 2008) . Thus, a lack of job satisfaction has serious implications for the teacher, as well as for the educational system in which he or she is employed. Dealing with employees' job satisfaction has important implications for the employees themselves and for their organisations. A satisfied teaching force leads to higher commitment and productivity because of fewer disruptions, such as absenteeism, the departure of 'good' employees, and incidences of destructive behaviour (Robbins, in Green, 2000) .
Gender, which is also one of the demographic variables, is the concern of this current study, has been extensively and globally investigated as both social and biological variable in the studies of job satisfaction. Whether gender affects job satisfaction or not, is one of the talked about issues in recent organizational behaviour literature (Goh, Koh & Low, 1991) . According to Mason (1997) , "the question whether or not gender differences in job satisfaction exist has been answered both affirmatively and negatively in the literature" P 28. The research conducted among Canadian teachers revealed that job satisfaction levels differ significantly between male and female teachers (Ma & MacMillan, 2001 ). Similar, study conducted in the United States revealed that there were significant differences in the levels of job satisfaction between male and female teachers (Bishay, 1996) . They say that female teachers were more satisfied with their job than male teachers. Whereas, Zhongshan (2007) found that elementary school male teachers in Shanghai, China were more satisfied with their salaries than their female colleagues. Conversely, Crossman and Harris (2006) conducted a study on job satisfaction among secondary school teachers in United Kingdom and their findings indicated that their satisfaction levels did not differ significantly by gender. Even though, the effect of gender and school climate on job satisfaction was exhaustively done in the west, little was known in Ethiopia and the study area. Thus, this research tried to assess the effect of gender and school climate on government secondary school teachers' job satisfaction. Based on the background mentioned this study tied to met the following objectives.  To identify whether gender difference leads to difference in job satisfaction among government secondary school teachers.  To determine the correlation between the school climate variables such as working environment, work itself, relationship with co workers, pay, opportunity for promotion, supervision and job satisfaction of government secondary school teachers.  To identify the school climate variables that highly affects job satisfaction of teachers in government secondary schools.
Literature review 2.1. The Relationship between School climate and Job Satisfaction
There has been huge amount of studies on the relationship between organizational climate and job satisfaction. Fisher (1985) for example has studied a group of new nurses, whom have just served for six months, to examine the relationship between social support and their job satisfaction. The first questionnaire was administered before they work. And the second questionnaire was administered after they started working. Social support was measured by focusing on the emotional support by colleagues and informational support from superiors. The result indicated positive, significant relationship between the two factors. Hence, it supported previous literatures that have proposed the importance of social support from colleagues as well as superiors on job satisfaction of new employees. A more recent study by Cohrs, Abele & Dette (2006) on the relationship between organizational climate and job satisfaction was conducted on 1,065 German employees from three different professional groups. The examined organizational climate dimensions studied were social support, autonomy, promotion opportunity and leadership. Correlation analysis resulted in positive and significant relationship between employees' perceptions towards leadership and job satisfaction level for all the three samples. For the second and third sample, it was found that there were more positive perception towards social support, autonomy and promotion. This thus contributed to higher level of job satisfaction.Another study by Schulte, Ostroff and Kinicki (2006) involved 1,076 employees from 120 bank branches in the United States of America. The objective of the study was to examine the influence that individual's climate and work climate perceptions have on job satisfaction. Job satisfaction was measured using 'Minnesota Satisfaction Questionnaire'. Among the dimensions were satisfaction towards supervision, colleagues, rewards, work activities, workloads, promotion opportunities, job security, physical environment and interactions with clients. The above discussion exhibited that most of the past studies have reported solid relationships between organizational climate and job satisfaction. Meanwhile, social and relationship turned out to be the most popular and significant organizational climate dimension in explaining employees' job satisfaction.
The Relationship between Gender and Job Satisfaction
In studies on job satisfaction, gender is a frequently investigated variable. The investigation of this variable as a determinant of job satisfaction is a sensitive issue. This is because there is a substantial increase in the number of women joining the labour force in recent times (Castel, Bernal, Navaro & Torres, 2005; Oshagbemi, 2000) , and this has generated considerable interest for the need to investigate the influence of gender on job satisfaction. Although the relationship between gender and job satisfaction has been investigated extensively, the results of many of the studies so far have been found inconsistent, contradictory and far from unanimous. Where some studies found women more satisfied with their work, others indicated that the men were more content ( (2005) observed that in the Seoul Metropolitan Government studies of gender differences in Korea, the women reported more satisfaction with their jobs than the men, and the credible reasons are that women place greater value than men on intrinsic rewards. In a similar study Koustelios (2001) found that the women teachers were more satisfied with their working conditions than the men, because women employees tend to consider the working conditions to be more favourable than the men do. The following figure was used as a conceptual framework of the study
II. METHODOLOGY
Descriptive survey design was used. To determine the sample size for teachers Yamane's (1967) formula was used. Using the formula 220 teachers was selected by simple random sampling technique. In addition, to minimize gender imbalance all female teachers were taken from the sampled schools. Questionnaire and interviews were used as data collection tools. The questionnaire is segmented in to two parts: Part A contains the general information of the respondents addressing the demographic characteristics such as gender, qualification and teaching experience. Part B contains the job satisfaction facets/ dimensions. The job satisfaction was measured with the construction of the five point Likert scales which identify the different level o job satisfaction. Descriptive and inferential statistics was used to analyse quantitative data.
III.
DISCUSSION AND PRESENTATION OF DATA
Characteristics of the respondents
The quantitative result revealed that the gender composition of 214 sampled teachers consisted of 70.1% males and 29.9% females. This illustrates that female academic staff is very limited in secondary schools of the zone. With respect to the academic status, the majority of the teachers, roughly 81.3% were first degree holders, 16.4% were diploma holders and 2.3% were Master degree holders. These findings verify that most of the teachers in Sidama zone meet the standard set by Ministry of Education (MoE 2011). The majority of the sampled teachers (43%) had less than five (5) years experience. Only 30.8% had between 6 to 10 years experience and the remaining 26.2% had more than ten (10) years teaching experience. .
Job satisfaction of Secondary school teachers towards six dimensions of school climate
Based on dimensions of school climate, the level of satisfaction of government secondary school teachers of Sidama zone towards working environment, work itself, opportunity for promotion, relation with co workers, pay and support from supervisors were measured by developing questionnaire for each dimension of school climate. Table 1 indicate that teachers are neutral towards their working environment. On the other hand they are satisfied with the nature of the work, relation with co workers and support from supervisors. In addition teachers of government secondary schools of Sidama zone are dissatisfied with pay and opportunity for promotion dimensions. Here the result of interview of some teachers indicates that the pay they get do not balanced with their contribution and does not fulfil their basic needs. Regarding opportunity for promotion there is no fair competition to be promoted, instead of academic achievement and competency, political involvement and other subjective issues used as criteria for promotion as the interview result revealed. The descriptive analysis on overall job satisfaction shows that 68.7% of the teachers are not satisfied with their working in their respective schools. On the other hand, 31.3 % of the teachers are satisfied with their work. The result of descriptive analysis on the overall job satisfaction of teachers implied that most of the teachers are dissatisfied with their work.
Analysis of correlation of Gender with Job satisfaction
The first objective of the research is to identify whether there is significance relation between gender difference and job satisfaction. To sort out this objective analysis conducted by using Independent sample t-test and the study found that the means of male and females are significantly. Since Levene's Test for Equality of Variance is significant, P< 0.05, equal variance not assumed and the results of the bottom row was taken. From the Group Statistics table it is possible to see that male teachers were slightly more satisfied than female teachers on their job. The analysis also revealed a statistically significant OJS: overall Job Satisfaction finding in line with the findings of Chiu (1998) and Lyness and Thompson (1997) , all report that men are more satisfied than women in their work- 
Analysis of correlation of facets of school climate with job satisfaction

The correlation of independent variables (WC, WI, RC, P, OP, SS) with dependent variable (Job Satisfaction)
On the other hand, all the school climate variables significantly correlated with overall job satisfaction as described below:
Correlation of Working Environment with Job Satisfaction
The analysis shows that working environment is strongly correlated with overall job satisfaction with the result of (r = .548). This implies that improving the working condition will improve the job satisfaction of teachers. On a similar study Rasku and Kinnunen (2003) , found that Finnish secondary school teachers expressed more job satisfaction than their counterparts in other European countries in which the study was conducted. Their satisfaction was a result of the fact that they are assured their wellbeing through working.
Correlation of Work itself with Job Satisfaction
The result of the analysis implies that the work itself strongly correlated with overall job satisfaction (r = .580). The result implies that the work itself affects job satisfaction strongly and improving the work itself leads to improvement in job satisfaction. According to Kim (2005) , individuals who score high in the intrinsic aspects of the work related to the work itself, have high possibilities of reporting satisfaction. Intrinsicallymotivated individuals give high values to the work itself, to feelings of self-determination, and to competence and personal development. 
Correlation of Co -workers with Job Satisfaction
The result indicates that relation with co workers moderately correlated with overall job satisfaction (r = .488). This implies that relation with co workers affect overall job satisfaction moderately. This finding has supported by the previous finding on correlation of relation with co workers with job satisfaction. For example, Mowday & Sutton, (1993) , suggests that job satisfaction is related to employees' opportunities for interaction with others on the job. Studies have shown that the better relationship, the greater the level of job satisfaction (Wharton & Baron, 1991) . The importance of good relations with colleagues for job satisfaction is well-documented, and confirmed by numerous studies in different cultures. Bogler (2005) found that both Arab and Israeli teachers viewed their relations with teachers and colleagues as some of the most satisfying characteristics of their job. He concluded that relationships with colleagues contributed significantly to the teachers' satisfaction
4.
Correlation of Pay with Job Satisfaction Strong correlation was observed between pay and overall job (r = .678). This implies that pay strongly affecting job satisfaction, in other words improving pay improve job satisfaction secondary school teachers strongly. A considerable number of research reports have reported that the teachers' job satisfaction was related positively to the teachers' salaries (Gates & Mtika, 2011; Ingersoll & Smith, 2003; Liu & Meyer, 2005) . According to these studies, an increase in salary was followed by a considerable raise in the teachers' job satisfaction. Chang, Kim, and Tickle (2010) also demonstrated that the teachers' satisfaction with their salaries was a significant predictor of their job satisfaction. Therefore, the finding of this research on the correlation of pay with job satisfaction has supported by other finding as mentioned above.
5.
Correlation of opportunity for Promotion with Job Satisfaction Promotion opportunity also strongly correlated with overall job satisfaction (r = .594). This implies promotion opportunity strongly affect overall job satisfaction of secondary school teachers. This finding is in line as shown by Choi and Tang (2009) , teachers said that the availability of opportunities for career advancement and recognition of their contribution to schools improved their teaching efforts. Teachers are more satisfied if their jobs provide opportunities for personal and professional advancement (Rosenholtz, in Sargent & Hannum, 2005) .According to the Expectancy Theory, promotion is a visible reward that comes as a result of the employees' effort and performance. If the teachers are promoted to a level higher than their present position as a result of their increased efforts, they are rewarded for their efforts (Ellickson, 2002) . Ellickson (2002) also believes that opportunities for promotion are important determinants of employee job satisfaction. Since the finding of this research also showed that there was strong correlation between promotion opportunity and job satisfaction, it support the findings mentioned above.
6.
Correlation of Support from supervisors with Job Satisfaction The result of the analysis implies that support from supervisor strongly correlated with overall job satisfaction (r = .512). This implies that support of supervisor affects job satisfaction strongly. Research appears to be vague since most research indicates that individuals are likely high levels of job satisfaction, if supervisors provide them with support and corporation in completing their tasks (Ting, 1997) . Tekleselassie (2005) argues that the teachers' willingness to participate in all areas of decision-making will come to the force, if they perceive their relationships with their principals as being open, collaborative, facilitative, and supportive. In addition, supportive principals will also determine the teachers' rate of attrition. It can therefore be concluded that teachers will be successful, motivated, and inspired to do their best if there exists a healthy relationship between them and the school principals (Edgerson & Kritsonis, 2006) . In general, Job satisfaction strongly correlated with Working condition(r=.548), work itself (r=.580), pay (r=.678), opportunity for promotion (r=.594) and support from supervisor (r=512) and moderately correlated with relation with co workers (r=.488). From the analysis of correlation the study found that job satisfaction has highest correlation with pay (r= .678) and least correlation with relation with co workers (r= .488). This means job satisfaction of secondary school teachers less affected by relation with co workers as compared with other dimensions.
IV. CONCLUSIONS AND RECOMMENDATIONS
This study has found that out of six facets of school climate, public secondary school teachers in Sidama Zone are mostly satisfied with the intrinsic factors like nature of work, relation with co workers and Supervision. Secondary School Teachers were not understood it very well. They were happy with some of the elements of working environment and uncomfortable with some of them. Regarding the effects of gender on job satisfaction the result indicated that teachers' job satisfaction differed significantly in relation to gender. In which male teachers are more satisfied than female teachers. This implies that mostly male teachers retain in education sector than female teachers and which is affecting female participation in education sector. The study also revealed that job satisfaction strongly correlated with working environment, work itself, pay, opportunity for promotion and support from supervision and moderately correlated with relation with co workers. The finding implies that school climate dimensions (working environment, work itself, relation with co workers, pay opportunity for promotion and supervision) affects job satisfaction of public secondary school teachers. Even if, all of the school climate dimensions affect job satisfaction of government secondary school teachers, pay and opportunity for promotion are highly affecting job satisfaction of secondary school teachers in Sidama Zone. Therefore Ethiopian government and Sidama zone education office and policy makers have to work towards improving teachers' pay, benefits and designing criteria for promotion. Even though the teachers of government secondary schools in Sidama Zone are satisfied with some of the school climate dimensions, the overall job satisfaction analysis has revealed that most of the teachers are unsatisfied. Since job satisfaction is the core element in promoting quality education, the government as well as Sidama Zone education experts and policy makers have to device means of boosting teacher's job satisfaction like improving working environment, fair promotion opportunity, benefits and salary. The study also recommends that Sidama Zone education bureau and woreda education offices should have a scheme which will enhance fairness in the promotion of teachers and where the teachers will have equal chances of promotion. On top of that it was recommended that Sidama Zone education department has to design strategy towards improving female teachers' participation and satisfaction.
